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ABSTRACT 
The purpose of this research was to investigate factors affecting retention of knowledge 
workers in non-government organizations. It was guided by four specific objectives as 
follows; to determine the effect of job specification changes on the retention of 
knowledge workers, to find out the effect of adopted payment policy on the retention of 
knowledge workers, to establish the effect of career development on the retention of 
knowledge workers and to examine the effect career choice dilemma on the retention of 
knowledge workers. The research target population was all teaching and non-teaching 
staff of ACK Ethi youth polytechnic who are 34 in total. This research will be paramount 
particularly to tertiary institutions, public and government, researchers and scholars. The 
theories underpinning variables under study are; Herzberg’s’ two factors theory, 
Drucker’s Knowledge - Worker Productivity Theory and Adam’s equity theory while the 
design adopted to conduct research was descriptive research design, it’s sample design 
was census. Primary data collection tool was semi structured questionnaires which were 
pretested before actual research. In addition, both descriptive statistical analysis was done 
using tables, percentages and means. Presentation was done using figures and tables. It 
was found that non-retention of knowledge workers is affected by job specification 
changes, payment policy, career development and career choice dilemma. Its 
recommendations are management to review recruitment policy, human resource 
department enhancement of payment policy and to draft job specification guidelines, 
organisation to provide for promotion opportunities and organisation to solicit for career 
guidance services for employees.  
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OPERATIONAL DEFINITION OF TERMS 
Knowledge workers                    They are permanent employees who handles tasks or duties   
                                                       that purely or highly requires information or knowledge to    
                                                       execute or perform them.                                                                                                                                
Labour Turnover                        It is the number of employees who leave organisation   
                                                       workforce in a year.                                    
Voluntary Labour Turnover      This is the number of workers who leave the employment out   
                                                        of personal discretion like resignation, new employment   
                                                       among other reason.                                                             
Involuntary Labour Turnover   This where labour turnover is initiated by the employers, it  
                                                       is beyond control of the worker. 
Explicit Knowledge                     This is the knowledge which is easy to document can be taught   
                                                       in classes or in tertiary institutions.                                            
Tacit Knowledge                          It is the unique knowledge of workers which is very difficult  
                                                       to articulate, document or teach in classes 
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CHAPTER ONE 
INTRODUCTION  
1.0Introduction  
This chapter outlines the background of the study, statement of the problem, objective of the 
study, specific objectives of the study, significances of the research, scope of inquiry and the 
chapter summary. 
1.1 Back Ground of the Study  
Knowledge workers’ non retention is also known labour turnover, it can be attributed to 
voluntary causes or non-voluntary causes. If causes are voluntary its known as voluntary labour 
turnover and the latter is non voluntary labour turnover. Voluntary labour turnover is whereby 
the employees initiates the decision to terminate employment with a particular organisation 
(Bodjrenou. Ming & Bomboma, 2016). On the otherhand, involuntary labour turnover occurs 
when the employer starts the whole process. Other scholars also refer to knowledge workers’ 
retention as talent retention. Organisations in 21
st
 century survival and success is dependent on 
the quality of its workforce. According to Bidisha & Baruah, (2013) knowledge workers’ quality 
can be determined by the level of education, experience and level of skills. Very educated, highly 
skilled employees and experienced employees assures high organisation performance. However, 
when there is scarcity of high quality knowledge workforce in the labour market this has led to 
“war for talent” among competing firms (Somaya D. & Williamson J.O, 2010).  
Organisation grappling with high labour turnover have devised approaches to curb the vice. 
These approaches can be categorised into two groups namely: proactive defensive approaches 
and reactive retaliatory approaches. Proactive defensive approaches are used to encourage 
retention by providing attractive terms of engagement while reactive retaliatory approaches are 
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meant to discourage turnover by giving unpleasant consequences for employees’ action. Human 
resource management strategy adopted is responsible of enhancing organisations competitive 
advantage or economic sustainability (Ongori H. & Agolla J.E., 2009). This is because it attracts, 
recruits and retains highly skilled and experienced workforce that is invaluable to the 
organisation.   
According to Bidisha & Baruah (2013), knowledge workers’ retention can be influenced by the 
extent in which the organisation has embraced attraction and retention programs like 
compensations, employees’ recognition, training and development, entertainment, career growth 
and opportunity, participative decision making. leadership style, working condition on job 
security and retirement cover. Human resource can build or tarnish organisations prospects, this 
is determined by the management approach and adeptness in dealing with this intangible asset. 
Human resource management policies are very critical in ensuring retention or reduction of 
labour turnover as it ensures satisfaction of employees (Muathe & Nzulwa, 2013). All these 
factors tries to explain causes of voluntary labour turnover even though involuntary labour 
turnover is become rampant. This is determined by dynamic industrial requirements that may end 
up turning previously functional work force redundant, legal and political changes, labour force 
demand and supply dynamics, employees- employer relationship, employees’ productivity 
among other reasons.  
Currently, education system in Kenya is undergoing complete overhaul right from curriculum, 
content, training methods and qualification of trainers. This has seen a number of teaching staff 
at higher level of learning lacking minimum qualification requisite to roll out the new system. 
Some institutions have given ultimatum to those who can upgrade their qualification to do so or 
retire. Another rarely looked at cause of retention is boredom. It is mainly due to wrong career 
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choice by the employees. Lack of proper career guidance and poor curriculum can be attributed 
to wrong career choice (Nyanjom, 2013).   
1.1.1 Ethi polytechnic 
Ethi polytechnic is a youth polytechnic which was established in the year 1996 by the Anglican 
Church of Kenya. it is located in Meru county at a place called Ethi market which 11 kilometers 
from Timau Market. Its main objective is to offer vocational training to un employed youth in 
order to impart relevant entrepreneurial skills that would transform them to useful members of 
the society.  It offers diverse vocational courses namely: computer technology and maintenance, 
carpentry and joinery, welding and fabrication, clothing and tailoring, automotive, electrical, 
masonry, Plumbing, hair dressing, beauty and therapy, cookery and catering. Ethi youth 
polytechnic administration is made up of board of governors, manager, departmental heads and 
subordinate staffs. Institution board largely constitutes church leadership although there are few 
members from sourced from the local community. 
The manager is mandated to oversee proper functioning of the entire institution and is 
answerable to the board of governance. Departmental heads are according to clustering of 
courses, thus there is electrical engineering head, automotive engineering head, computer 
technology and maintenance head, carpentry and joinery head, welding and fabrication head, 
clothing and tailoring head, masonry head, plumbing head, hair dressing head, beauty and 
therapy head, cookery and catering head. There are more than 270 students pursuing different 
vocational courses in the institution. Just like other organisations this institution have been 
experiencing a lot of difficulties in trying to resolve the problem of high labour turnover of both 
teaching and non-teaching staffs amidst stringent TVETA requirements on qualification of 
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vocational trainers’ country wide to all tertiary institution be it public or privately owned 
(UNESCO-UNEVOC, 2014). 
1.2 Statement of the Problem  
Labour turnover be it voluntary or involuntary involves cost and is also identified as one of the 
indicators of poor performance or imminent organisation failure. Many organisations agrees that 
voluntary turnover is avoidable with the right employee retention approach. What is vague is 
about how to deal with the involuntary labour turnover because this is initiated by the employers. 
Chowdhury & Hassan(2017), in the study on factors affecting employees turnover and retention 
strategies recommended that management should investigate what causes employees to quit such 
that organisation can introduce programs that retains and attract employees. Employees are 
concerned about their job by asking questions pertaining to how the job has impacted their life, 
what would happen if they are laid off, is job tenure guaranteed, are we paid fairly and 
competitively, am l satisfied by this job, who is better off between myself and my peers, are there 
possibilities of growing career wise and financially among many other questions that linger in 
the mind of many employees.  
Labour turnover rate at ACK Ethi youth polytechnic is increasingly becoming higher in 
comparison to labour turnover registered in the past 5 years. Voluntary and involuntary labour 
turnover of knowledge workers has been observed in this organisation which has triggered 
intensive search of amicable solution to this problem. Although management have tried different 
strategies to avert this problem, an effective one is yet to be found. Therefore, this research will 
study factors affecting retention of knowledge workers in non-government organizations. A case 
study of ACK Ethi Polytechnic in Meru County. 
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1.3 Objectives of the Study 
The main objective of this research was to investigate the factors affecting retention of 
knowledge workers in non-governmental organizations with reference to ACK Ethi Youth 
Polytechnic in Meru County. 
1.3.1 Specific Objectives of the Study 
i. To determine the effect of job specification changes on the retention of knowledge 
workers of ACK Ethi polytechnic. 
ii. To find out the effect of adopted payment policy on the retention of knowledge workers 
of ACK Ethi polytechnic. 
iii. To establish the effect of career development on the retention of knowledge workers of 
ACK Ethi polytechnic. 
iv. To examine the effect career choice dilemma on the retention of knowledge workers of 
ACK Ethi polytechnic.  
1.4 Research Questions 
i. What are the effects of job specification changes on the retention of knowledge workers 
of ACK Ethi polytechnic? 
ii. How does the adopted payment policy affect the retention of knowledge workers of ACK 
Ethi polytechnic? 
iii. How does career development affect the retention of knowledge workers of ACK Ethi 
polytechnic? 
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iv. What are the effects of career choice dilemma on the retention of knowledge workers of 
ACK Ethi polytechnic? 
 
1.5 Significance of the Study 
1.5.1 Tertiary institutions 
There are difficult questions pertaining to the current state of education in Kenya which are and 
have been asked which have called for research on how to improve or revamp education system. 
The findings of this research will go a long way in bridging gap of necessary information 
requisite to ameliorate tertiary institution workforce productivity and will also be helpful in 
controlling detrimental labour turnover. 
1.5.2 Public and government 
Poverty level and illiteracy have been an issue since time immemorial in Kenya, pillars have 
been adopted right from MDGs and now it is “Big Four”. Evaluating retrospectively contribution 
of tertiary institutions graduates to the economy, it is clear that something should be done to 
these institutions, hence the findings of this research may be critical in formulation, 
implementation and evaluation of education policies. In addition, may help in lessening objection 
of new changes in education sector by stakeholder when they are being introduced by the 
relevant authority. 
1.5.3 Researchers and scholars 
Professional whom their line of work is to conduct research on behalf of their client may rely on 
this research when reviewing literature, also scholars at any level may ultilise the finding and or 
use it when writing academic papers. 
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1.6 Scope of the study 
Scope of research can be categorised in different aspects, it provides the boundary of research 
interms of concept or objectives, time, target population and geographical location (Kothari, 
2011). Therefore, this research took a period of five months starting april 2018 through august 
2018. The target population was all teaching and non-teaching staff of Ethi Youth polytechnic 
who are 34 in number. Ethi youth polytechnic is located in Meru county which is about 11 kms 
from Timau market. The research only focused on only four variables namely: job specification 
changes, payment policy, career development and career choice dilemma 
1.7 Chapter Summary 
This chapter has outlined the background of the study in relation to retention of knowledge 
workers, statement of the problem in particular at Ethi youth polytechnic, objective of the study, 
specific objectives of the study, significances of the research, scope of inquiry, the chapter 
summary. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This section of the research project constitutes review of underpinning theories to the study and 
empirical studies relevant to the inquiry. 
2.1 Theoretical Literature Review 
Theories underpinning the variables under study are; Herzberg’s’ two factors theory, Drucker’s 
Knowledge - Worker Productivity Theory and Adam’s equity theory.   
2.1.1 Herzberg’s’ Two Factors Theory 
The originator of this theory was Fredrick Herzberg in 1959 where he postulated a two faceted 
model. The study involved more than 200 respondents who were from both accounting and 
engineering field. Herzberg named them hygiene and motivating factors respectively, it is also 
known as hygiene theory. (Akinyi, 2014) It is categorised as one of the content theories because 
it outlines specific factors that can be used to induce morale of the employees.  On hygiene facet 
it details all those factors that he considered to dissatisfy employees if nothing is done about 
them or if are not well managed. without any order of preference these factors are; organisation’s 
policy, working environment, employee- employer relation, job security, pay packages, working 
conditions among others. When these factors are met by the organisation, they are not expected 
to influence morale because are considered to be neutral, instead the motivating factors are the 
one expected to trigger satisfaction to the employees (Calist, 2015). 
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Once again without ordering them, motivating factors are; work responsibility, sense of 
achievement and recognition, career growth among others. The theory noted that to eliminate 
some of the effects of hygiene factors the management may use satisfiers and to motivate 
employees, motivating factors should be enhanced. Finally dissatisfying factors conversely 
related to satisfying factors. Satisfaction of employees is critical in ensuring that the employees 
are productive and loyal to the organisation (Collins & Njuguna, 2013). Putting up programs that 
gives employees career development opportunities like sponsoring quality training to upgrade 
their skills, rewards and recognition, promotions, standard payment policy are some of the 
strategies which must be embraced by the management (Igella, 2014). It is also important for the 
management to proactively provide assistance to the employees in case of imminent changes in 
job requirements. Changes in job requirements may put at risk employees job security especially 
if it is legally enforced. Prudent management should be at the forefront in offering attractive 
remuneration and glamorous working condition such that the employees who are in dilemma of 
selecting the best career choice can find their organisation an equal opportunity and competitive 
employer just like other either within the industry or inter industry (Zachariah, 2012). 
2.1.2 Drucker’s Knowledge - Worker Productivity Theory  
Peter F Drucker’s theory was theorised in the year 1999 asserts that knowledge workers are 
invaluable assets in 21
st
 century. (Drucker, 2009). This theory is based on six fundamental 
factors which knowledge worker productivity depends on. These factors are; management task 
definition, responsibility and autonomy of knowledge workers, continuous innovation of 
knowledge workers, continuous learning and teaching of knowledge workers, quality focused 
productivity of knowledge workers, invaluable asset rather than cost attitude to knowledge 
workers (George, 2017)  First knowledge worker must answer the question what task to do, this 
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is inverse for manual worker who is only concerned with how to do the task given. In order for 
knowledge workers to succeed they must be savvy of the critical task that will contribute 
optimum value and quality output. Once the task is identified by the knowledge workers  are 
expected to clearly understand their responsibility in order to account for productivity (Kimani, 
2011). 
This should come out in terms of time spent, cost and the quality of their output in an 
environment where knowledge worker is autonomous invariably. Knowledge may be the same to 
all but the decision taken by the knowledge worker may vary. This implies that for you to choose 
the best alternative  this requires innovativeness of the knowledge workers (Kairu, 2009). 
Knowledge fades with time implying the need for retraining, continuous learning and teaching is 
a mandatory precondition for them to face imminent task related challenges and to deliver high 
quality output. This theory disregards giving more importance on maximum output but also adds 
that the quality is equally important. Unlike manual worker who are hitherto seen as cost to the 
organization, knowledge workers are seen as an invaluable asset of the organisation. Their 
knowledge journey started from basic education to tertiary training or/and higher level education 
(Kalgora & MingXu, 2016). 
For any institution to survive it must increase its comparative advantage by ameliorating 
workers’ productivity and putting up measures geared towards attracting and holding knowledge 
workers (Wane, 2016). These factors clearly depict critical issues which must be given 
maximum attention by the management, the management must ensure that job specification is 
clearly outlined and the corresponding responsibility, this may go a long way in eliminating 
cases of hiring the wrong applicants, redundancy, layoffs or any additional cost of retraining 
employees. Giving employees adequate freedom when performing tasks and setting rewarding 
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goals is expected to motivate all workers. In addition, recognition of knowledge employee as an 
invaluable asset coupled with glamorous rewarding programs is expected to attract, retain and 
motivate all knowledge workers (Igella, 2014). 
2.1.3 Adam’s Equity Theory 
This theory was philosophized by Adam in the year 1963. He postulated that equity is based on 
how individual perceive to be treated in comparison to others who are either within the 
organisation or across the professional field. Hence they will feel motivated or demotivated in 
respect to the ratio of their outputs versus their inputs. In other words, they will be motivated if 
they perceive that their own ratio is higher than others while vice versa will demotivate them 
(Osabiya, 2015). The theory pointed out six standards for assessing individual feedback to 
inequities. They are; input, output, distortion, leaving, using others and replacement of reference.  
In a nutshell the feedback on input is about the variances noticed when outcome is constant 
interms of either an increment or reduction of input. For instance, an employee may increase or 
decrease the number of hours worked, may improve or diminish the quality of work done and to 
some extent absenteeism. Secondly is output, it is about changes noticed on outcome when input 
is constant like increase or decrease in pay, recognition, working condition, status among others 
(Samuel. Nzulwa & Kwena, 2016). 
Distortion is how the output or inputs are cognitively modified by an individual worker without 
affecting the goal of the enterprise. On leaving work, it entails cases like absenteeism, requesting 
transfers and resignation. Using others is when an organisation enforce changes to individual 
input or output this may be manifested as follows; restructuring, centralization, decentralization, 
division of labour, specilisation, layoffs among other organising activities (Kinyili, 2015). 
Finally, is about an individual changing the parameters for comparing inequities or equities. As a 
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good manager you should ensure that your organisation is the reference group used by others 
when assessing their progress, what is expected from the employees is reasonable and achievable 
inputs at the same time the expected output should be very attractive. This will help in solving 
the problem of career dilemma, offer opportunity for career development and motivate 
employees with both financial and non-financial incentives that are cautiously devised (Kitur, 
2915). This theory is critical especially when explaining why an employee may decide to stay or 
leave an organisation depending on how he or she perceives existence of fairness in that 
organisation. 
2.2 Empirical Literature Review 
Empirical literature review subsection will focus on the recent past studies presented in various 
research papers including other related academic research reports.  
2.2.1 Retention of Knowledge Workers 
Margie & Jordaan (2014), studied factors associated with the retention of knowledge workers, 
the research design adopted by this study was descriptive design. It was recommended that every 
organisation should invest highly on retention and attraction of knowledge workers due to their 
unique nature of being highly mobile and has a high cost due to the implication expected from 
labour turnover. Employees are very much satisfied with an employment contract that covers all 
their interest and assures their future. A comfortable employee is expected to be more productive 
than an equivalent worker experiencing converse experience. According to Collins & Njuguna, 
(2013), employees’ retention is positively related to organisation growth hence high labour 
turnover can be an indicator of an organisation with poor performance. Although labour turnover 
may seem to be attributed to dissatisfaction of employees this is not always the case, it may be as 
13 
 
result of job specification becoming enriched and compliance is mandatory either legally or 
conditionally thus forcing workers to leave employment unwillingly. 
According to Igella (2014), the reason why retention of knowledge workers is a big challenge is 
because of poor job specification policy, poor grievancies handling mechanisms and lack of 
proper motivation programs. Therefore, it is very important for personnel management to 
diligently formulate a standard recruitment policy, attractive motivation plan that covers the 
interest of all employees and should ensure that all employees feel are treated fairly in 
comparison to others within and out of the organisation. Nyaga (2015), postulates that proper 
understanding of knowledge employees can help in eliminating unnecessary cost of hiring and 
rehiring of employees. The study further recommends that organisation should set a unit for 
career guidance and counselling. This is paramount particularly to the employees whom are still 
yet to decide on which suitable career path to join. It the right time to curd turnover of specially 
trained employees this is because knowledge workers individually are unique and irreplaceable 
this is because they are the careers of tacit knowledge which is very hard to articulate and to 
document in records (Knott, 2016). 
Samuel, Nzulwa and Kwena (2016), studied factors that determine labour turnover of knowledge 
workers in non-governmental organisations in Kenya. The research variables of focus were 
payment programme, motivation strategies, career opportunity and working condition. It was 
recommended that payment programmes among other motivational plans should be enhanced in 
order to motivate and retain invaluable workers. Voluntary labour turnover have been the only 
jigsaw puzzle many organisation spend a lot of time brainstorming on how to resolve, in most 
cases they overlook involuntary labour turnover (Mollyne. Joyce . & Kwena, 2017). Likewise, 
involuntary labour turnover is also costly to the organisation and if not carefully handled it may 
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damage reputation of the organisation. For instance, new reforms in education system have 
resulted to disqualification of trainers in tertiary institutions and other higher level learning 
institutions in Kenya.  Therefore, recruitment policy should offer certainty of job security to 
every employee (Margie & Jordaan, 2014). 
Visionary manager is expected to provide answers that counters all these questions by ensuring 
that the organisation has an established, suitable retention programs and implements strategies 
which have proven to be effective in retaining and attracting invaluable knowledge workers 
(Nyanjom, 2013) 
2.2.2 Job Specification and Retention of Knowledge Workers 
According to Muthike (2017), knowledge worker’s professional and academic requirements is an 
indication of that employee competence or what is simply known compliance with job 
specification. It is very important for personnel managers to design properly their staffing system 
in order to avoid recruitment of unqualified employees. However, implementation of recruitment 
policy should uphold ethical and humane principles. Even though there are changes in 
recruitment requirements policy their implementation should be gradual and painstaking. This 
may help avert demoralization of workers who are either directly or indirectly affected by the 
new changes. Wane (2016), asserts that human being are the only are more concerned about how 
much are valued by the employer than how much that employer pays them. Kibe (2014) studied 
factors affecting effective recruitment and selection in non-governmental organisations in Kenya. 
It was found that lack of adherence to professional practices of hiring and high level of 
unemployment resulted to recruitment and selection of workers who are unfit for the job. 
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Causes of involuntary labour turnover are beyond control of employees like terminal illness, 
relocation, redundancy, mismatch in personal specification, political climate among others 
reasons. Changes in personal specification which is also known changes in job specification can 
be managed by the organisation easily than any other cause of involuntary turnover (Masamba. 
Bakuwa & Chasimpha, 2013). Kimani (2011), assert that although absolute retention of 
knowledge workers is impossible, organisation should proactively predict imminent causes of 
labour turnovers. For instance, they can sponsor training of employees who might have been 
rendered redundant due to technological changes, they can advise employees on proposed 
restructuring of the organisation, develop new opportunity for employees who might have been 
rendered unqualified by changes in job requirements and any other feasible strategy for reducing 
labour turnover associated with changes in job specification. 
2.2.3 Payment Policy and Retention of Knowledge Workers  
Guidelines on how to remunerate worker if properly formulated, can strengthen knowledge 
workers’ retention strategies adopted by the human capital department of any organisation. 
Rewarding employees should assure employees comfortable life during employment duration 
and after retirement (Asingo 2014). Muthike, (2017) studied the effect of human resource policy 
on knowledge workers’ retention. The research variables were rewarding policy, recruitment 
policy, retirement policy and promotion policy. It was found that there is negative relationship 
between an effective human resource policy and labour turnover. Lack of competitive 
compensation policy is one of the major cause of high labour turnovers. Payment policy 
describes procedure of estimating salary or wages, allowances, bonuses and other benefits. 
Sometimes rewards paid to employees are non-financial like housing entertainment, medical 
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cover, servants among others thus when drafting the payment policy ensure that it stands out 
among the best policy or standards (Saira, Humayon and Rasheed, 2014). 
Kalgora & MingXu (2016) elucidates that if performance appraisal is to be meaningful in 
inducing employees’ productivity and in diminishing labour turnover, payment policy should 
ensure rewards commensurate with the responsibilities of knowledge workers. Satisfaction of 
employees is determined by different payment methods adopted by their employers like benefit 
schemes, equitable promotion, method of performance appraisal and compensation plan. 
Although payment policy directly prevents voluntary labour turnover, it also plays a big role in 
preempting involuntary turnover (Kibe, 2014). It can be used to demotivate or motivate 
employees depending on the personnel managers goal. When privileges are limited to particular 
employees this may encourage them to upgrade their qualifications or to quit. Encouragement is 
only possible if the payments are determined both on merit and where organisations’ 
remuneration plan is glamorous. Overall payment policy can as well be a good indicator of 
organisation’s performance like others performance indicators (Robert, 2011). 
2.2.4 Career Development and Retention of Knowledge Workers 
According to Njuguna (2010), retention of knowledge workers is positively related to effective 
and efficient career development system.  Qualified staff are very hard to retain in an 
organisation without properly functioning career development platform. Zhang (2011), studied 
factors influencing low retention of knowledge workers. The research inferred that working 
condition, career development opportunities and terms of engagements causes low retention rate 
if not handled well. Career development system comprise of systematic process of improving 
employees’ skills in line with the organisation needs. This process is documented formally and in 
most cases it is presented in form of policy document. Organisation should offer its employees 
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with opportunities to move upwards in the chain of authority and offer training of critical skills 
requisite to perform new designation. It imperative for organisations to note that their productive 
employees should be motivated by setting up career path which is fulfilling and certain. Keeping 
them for long excellent employees in lower level position because are very good at that job it’s 
another easiest way of trying to lose them (Muthike, 2017). 
Kinyili (2015) asserts that implementation of career development program is not the sole 
responsibility of personnel management instead top management should be involved because are 
it is aware of skills, experiences and knowledge potential employees requires in order to enhance 
their capacity. The role of human capital management in career development ranges from 
development of program information, arranging training opportunities, promotion of career 
development activities in the organisation among others.  It is therefore important each 
stakeholder to play their mandate for successful career growth of employees (Zhang, 2011). 
Nyaga (2015) elucidated that career development should be enhanced with career planning, 
training and goodwill from the top management. These are the main ingredients of successful 
career development program. He found further that career development if properly managed it 
can reduce labour turnover in any organisation. 
2.2.5 Career Choice Dilemma and Retention of Knowledge Workers 
Employees roaming from one organisation to the other quite a number belief they are in wrong 
profession. Proper exposure, personal expectations, personal preference and personality of 
employee are the some of the factors which can be used to pinpoint suitable career choice. 
Selection of a suitable career is a process which is influenced by both organizational and non-
organizational influencers (Fredrick, 2010). There are myriad of organizational factors for 
instance; prominence of the company, work requirements and challenges, career opportunities 
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within the organisation, ability and capacity needed to work among others. Non organizational 
factors mainly are built on perception of the potential employees, social status of inspiring 
workers, cultural beliefs, socio-political factors among others. According to Calist (2015), it is 
important before recruiting any potential employee to enlighten the applicants on the job 
expectations and requirements, organisation profile and critical risk associated with the 
employment.  
Organisation should devise mechanism for assessing employee interest before recruitment and 
after recruitment. Mwangi (2012) studied the factors that influence career choice of high school 
student, he concluded that family members, teachers and the society plays are very critical in 
unraveling career dilemma of the students. Although the current system of education and job 
opportunities act as a great barrier to potential employee career choice of dream in Kenya, a 
good numbers of fortunate workers end up getting an employment related to their career of 
choice.  Osabiya (2015), found that employees who are satisfied with the job they are performing 
are more productive than dissatisfied workers. In addition, it promotes creativity and 
innovativeness of the workers therefore it is important for organisation to screen employees 
properly on recruitment, offer career guidance and counselling, invest in motivational programs 
and ensure rewarding system is attractive to all employees, this will help in reduction of labour 
turnover. 
2.3 Summary and Research Gaps 
Quite a number of research on retention of knowledge workers have inferred that retention of 
knowledge workers is a challenge that calls for a lot attention. This is because labour turnover of 
knowledge workers is main cause of brain drain and poor organisation performance. Many 
research focused on the motivational strategies like compensation, rewards, working condition, 
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recognition, training and promotion as strategies tentative for retaining knowledge workers. 
Although there are good number of research investigating factors affecting retention of 
knowledge workers, a few of them were based on Non-governmental organisations, in addition 
no research has focused on causes of involuntary labour turnover. Researches assessing career 
choice of the employees takes a generalized approach to the concept of career choice dilemma. 
Therefore, this review established a gap of knowledge on retention on knowledge workers, thus 
this research will investigate the factors affecting retention of knowledge workers in non-
government organizations interms of job specification, career development, career dilemma and 
payment policy as independent variables. 
2.4 Conceptual Framework 
Figure 2.1 Conceptual Framework 
 Independent Variables                                                Dependent Variable 
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2.5 Operationalization of Variables 
Job Specification                  It is an outlines which contains all requirements for qualification a  
                                                particular post. It contains academic, professional, age, experience   
                                                among others requirements. 
Payment Policy                     It is how the organisation pays its rewards, method and strategies  
                                                of rewarding in comparison with others within the industry and               
                                                inter industry. It measures incremental payment plan, 
Career Development            They are available opportunities and enhancing environment that   
                                                allow zealous employ to rise up the cadre of management.                                              
Career Choice Dilemma      It when a worker or potential employees is unsure of the best job to   
                                                do and tendency to change job or move in other industry 
Retention of KWs                 It strategising on how to avert both voluntary and involuntary   
                                                labour turnover of knowledge workers. It includes search for new   
                                                opportunities, being loyal to the employers among others 
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2.6 Chapter Summary 
This chapter of project has discussed literature review, conceptual framework and operational 
definition of variables under study. Herzberg’s’ two factors theory, Drucker’s Knowledge - 
Worker Productivity Theory and Adam’s equity theory are the theories preferred to underpin 
variables under study. 
                                             
 
 
CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
Composition of this chapter is sub headed as follows: research design, target population, sample 
and sampling technique, instruments, pilot study, validity test, reliability test, data collection 
procedure, data analysis and presentation, ethical considerations and chapter summary 
3.1 Research Design 
According to Kothari & Gauruv (2011), research design is a systematic process in which actual 
research is conducted right from collection of data, measurement of data up to the analysis of 
data. The process is efficient and effective because it should be guided by an explicit plan. This 
study adopted descriptive research design because this design is more common when the interest 
of the researcher is to describe the phenomenon the way it is existing without any manipulation 
of its environment (Bogdam, 2012). 
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3.2 Target Population 
It is the total number of elementary units which possesses attribute or attributes the research 
desires to study.  Target population may be finite or infinite in number depending on the nature 
of the investigation (Kothari & Gauruv, 2011). The target population of this research is made up 
of all knowledge workers working in ACK Ethi youth polytechnic Who are 34. This is shown in 
table 3.1. 
 
 
 
Table 3.1 Target Population 
Designation  of KWs Numbers of Employees  Percentage of Employees 
Teaching staff 26 76 
Non-Teaching Staff 8 24 
Total  34 100 
 
3.3 Sample and Sampling Technique 
A sample is a subset of the universe; A sample is more suitable in particular when the research 
resources are limited. In addition, sample survey is presumed to provide more reliable findings 
when investigating large target population than census survey and vice versa (Cooper & 
Schindler, 2012). This study target population size is considerably manageable thus the research 
used census. 
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3.4 Instruments 
Measurement of variables under any study requires properly planned instruments in order to 
collect accurate data. This research  used semi structured questionnaires because this type of 
questionnaire allows the respondent to give their views where it is necessary by giving room for 
additional information when the question is open ended (Cooper & Schindler, 2012). 
3.5 Pilot Study 
It is replicating and rehearsing the contemplated survey, it is a mainly done in order to test 
whether the instruments of data collection are effective and accurate in collecting relevant data.  
The pilot study was done in order to facilitate both validity and reliability test. Validity is about 
measuring whether the instrument measures what is intended while reliability is when it 
measures it consistently. 
3.5.1 Validity  
Validity is trying to establish the accuracy of the research instruments, Validity is the quality of 
instrument measuring what it ought to have measured this was accomplished by the researcher 
by carefully drafting of questionnaires with the assistance and approval of the supervisor.  
3.5.2 Reliability test  
This is the quality of research instrument giving consistent results in repeated trials, this also 
enhances credibility of research findings (Bogdam, 2012). The researcher ensured the 
instruments reliability by proper analysis of the questionnaire and with supervisors’ approval. In 
addition, the researcher had made arrangement with the organisation before actual research was 
done to involve a few of the respondents for testing reliability of questionnaires. The researcher 
involved 10 respondents. This number represent 29% of the respondents which is more than 
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acceptable number to be involved in a pilot study (Delwis, 2013). The findings were then used to 
calculated Cronbach coefficient of reliability, the questionnaire had 35 items where 29 were for 
likert scale items the represented each variable. Hence using only 29 items the overall alpha 
coefficient was 0.731, this coefficient is acceptable as any coefficient within a range of 0.7 and 
1.0 is regarded to be good (Adams & Schvaneveld, 2016) 
3.6 Data Collection Procedure 
Administration of the data collection instruments was through dropping the questionnaires at the 
work station of each respondent and thereafter they were picked once they were duly filled by 
the respondents. The exercise was undertaken by the researcher alone where prior arrangement 
was done to facilitate easier access to every respondent. 
3.7 Data Analysis and Presentation 
 Data was coded, edited and organised in homogeneous classes before analysis was done. 
Quantitative and qualitative data were analysed by descriptive statistical methods with the help 
of Microsoft excel, while presentation was done diagrammatically, using tables and graphically. 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
It is the acceptable behaviour and standard necessary when conducting research, adherence to the 
laid down code of ethics ensures that research findings are not questioned or challenged.  This is 
an academic research where the researcher is expected to adhere to all requisite conditions of 
conducting research in particular seeking authority and confidentiality. This research is not 
exceptional thus it upheld to all acceptable research code of ethics. 
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3.9 Chapter Summary 
The following items have been discussed in this chapter; research design, target population, 
sample and sampling technique, instruments, pilot study, data collection procedure, data analysis 
and presentation and ethical consideration 
 
 
 
 
 
 
CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
4.0 Introduction 
The main sub sections of this chapter are classified as follows; presentation of the research 
findings, limitations and chapter summary. 
4.1 Presentation of Research Findings 
4.1.1 Respondents Response 
This research contemplated to involve 34 respondents, however only 30 respondents were 
successfully involved in the study as shown in table 4.1  
Table 4.1 Respondents Response Rate   
Designation  of KWs Respondents Number  
  
Respondents % 
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According to table 4.1, 88% of the expected respondents were involved in the study, this number 
constitutes 23 teaching staff who were 67% and 7 non-teaching staff who were 21% of the total 
expected respondents. According to Cohen & Morrisom, (2011) the response rate of at least 50% 
is acceptable in any academic research. This is an indication of successful data collection and 
effective timing of the research which occurred during the normal institution operating time.  
4.1.2 Respondents Gender 
The gender of the respondents in numbers and proportion is shown in table 4.2 and presented in 
figure 4.1 
 
 
 
 
 
 
Figure 4.1 Respondents Gender   
Teaching staff 23 67 
Non-Teaching Staff 7 21 
Total  30 88 
Table 4.2 Respondents Gender    
Gender of KWs Respondents Number  
  
Respondents % 
Male  17 57 
Female 13 43 
Total  30 100 
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The proportion of male against women was 57% and 43% respectively which shows males’ 
percentage was slightly higher than that of the female in this institution. Although the male 
proportion was slightly higher than that of the female but with acceptable two third gender rule 
in Kenya. Married employees have more responsibilities hence the are likely to leave their 
current employment for a better opportunity than any other group of employees. 
4.1.3 Respondents Marital Status 
The research also wanted to determine the marital status of the respondents, this was important 
because of the need to gather diverse views of the respondents in relation to knowledge workers’ 
retention, the grouping of the respondents marital is as shown in table 4.3. The categories of the 
respondents’ marital status in percentage was 70% were married, 7% for separated and 23% for 
single employees hence married employees were the majority in that institution. This implies that 
the biggest group of the employees in this institution were married and the least were separated 
Table 4.3 Respondents Marital Status   
Marital status  Respondents Number  
  
Marital Status Class  % 
Married  21 70 
Separated  2 7 
57 
43 
Respondents Gender in %  
Male Female
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4.1.4 Experience at ETHI Youth Polytechnic  
This research grouped the respondents’ experience at ETHI youth polytechnic by using four 
classes as indicated in table 4.4.   
 
 
 
 
 
 
 
 
 
It was found that 10% of the respondents had worked at ACK Ethi youth for less than one year, 
20% of the respondents had worked there between one year and five years, 37% of the 
respondents had worked there between six years and ten years and 33% of the respondents had 
been worked there for over ten years. Majority are those that served between six years and ten 
Single  7 23 
Total  30 100 
Table 4.4 Experience at ETHI Youth Polytechnic   
Experience 
Clustering  
Respondents Number  
  
Proportion in  % 
Less than 1 Year  3 10 
1 Year to 5 Years 6 20 
6 Years to 10 Years 11 37 
Over 10 Years  10 33 
Total  30 100 
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years. Note. The respondents who served for more than ten years’ majority are in managerial 
position.  Cumulatively majority of the respondents who represents 70% of the respondents had 
worked there for more than six years. The employees time of service proportion rise gradually up 
to the 10 years it then starts declining. This indicates the employees who are highly likely to exit 
employment are between the bracket of time of service of ten years and below. 
4.1.5 Respondents Qualifications 
The study wanted to seek the experience of the respondents in relation to their time of service at 
Ethi polytechnic, table 4.5 and figure 4.2 depicts their proportions against their qualifications. 
The research found that 30% had certificate in teaching, 20% had diploma in teaching,7% had 
first degree in teaching, 27% had certificate in others areas,13% had diploma in others areas and 
3% had first degree in other areas. Majority of the respondents had certificate qualification in 
training and none had any master degree qualifications.  The Larger percentage of employees 
with certificate qualifications than degree qualification is an indication of ineffective skills 
enhancement policy and also an indication of employees leaving the organisation once they 
attain higher qualifications. 
 
 
 
 
 
Table 4.5 Respondents Qualifications  
 
Qualification Level 
 
Respondents Number 
 
 
Proportion (%) 
 
Teaching Certificate. 9 30 
30 
 
 
 
    Figure 4.2 Respondents Qualifications 
 
 
 
 
Teaching Diploma 6 20 
 
Teaching First Degree 2 7 
 
Teaching Master Degree 0 0 
 
Other Certificates 8 27 
 
Others Diploma 4 13 
 
Any First Degree 1 3 
 
Other Master Degree 0 0 
 
   
Total 30 100 
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. 
4.1.5 Retention of Knowledge Workers Factors 
The respondents were expected to express their opinion on the extent to which job specification 
payment policy, career development and career dilemma respectively affects retention of 
knowledge workers as shown in table 4.6. According to table 4.6, F1 represents job specification, 
F2 represents payment policy, F3 represents career development and F4 represents career 
dilemma respectively. The respondent ranked career dilemma to be the most influential factor 
that leads to labour turnover of knowledge workers. In relation to this factor 13 % of the 
respondents indicated it has least effect, 20% of the respondents indicated it has considerate 
effect and 67% of the respondents indicated it has great effect on the retention of knowledge 
workers, hence majority of the respondent agreed that it had great effect to retention of 
knowledge workers in addition it mean of 4.4 ranked it as the factor that is most influential 
among the other three factors studied in this research. Having quite a big number of the 
respondents indicating that career dilemma greatly affects retention of knowledge workers it 
implies that the work force in this organisation are dissatisfied lot who at any time may leave in 
search of career of their choice.  
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Secondly the respondents ranked job specification to be the second influential factor that leads to 
labour turnover of knowledge workers. In relation to this factor 7 % of the respondents indicated 
it has least effect, 11 % of the respondents indicated they were unsure, 30% of the respondents 
indicated it has considerate effect and 52% of the respondents indicated it has great effect on the 
retention of knowledge workers, hence more than half of the respondent (52%) agreed that it had 
great effect to retention of knowledge workers in addition it mean of 3.8 ranked it as the factor 
that is second influential among the other three factors studied in this research. Lack of strict 
adherence to job specification guidelines and ensuring that only those who meet required 
condition can also contribute to non-retention of knowledge workers  
 Table 4.6: The Extent of Effect 
Factors Mean No 
Effect 
Least 
Effect 
Unsure Considerate 
Effect 
Great 
Effect. 
Ranking 
F1 
 
 
3.8 
 
0 2 3 8 14  
2 0% 7% 11% 30% 52% 
F2 3.6 
 
1 7 2 12 8 3 
3% 23% 7% 40% 27%  
 
F3 3.1 
 
0 13 0 17 0 4 
0% 43% 0% 57% 0 %  
 
F4 4.4 0 4 0 6 20 1 
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Thirdly the respondents ranked payment policy to be the third influential factor that leads to 
labour turnover of knowledge workers. In relation to this factor 3% of the respondents indicated 
it has no effect, 23% of the respondents indicated it has least effect, 7% of the respondents 
indicated they were unsure, 40% of the respondents indicated it has considerate effect and 27% 
of the respondents indicated it has great effect on the retention of knowledge workers. Hence it 
had a proportion of slightly less than half of the respondent (40%) who agreed that it had 
considerate effect to retention of knowledge workers in addition it mean of 3.6 ranked it as the 
factor that is third influential among the other three factors studied in this research. Although 
 0 % 13% 0 % 20% 67%  
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payment policy is ranked third in relation to this study it is also important to the organisation in 
particular as a strategy to avert high rate of labour turnover. 
Finally, the respondents ranked career development to be the least influential factor that leads to 
labour turnover of knowledge workers. In relation to this factor none of the respondents 
indicated it has no effect, 43% of the respondents indicated it has least effect, none of the 
respondents indicated they were unsure, 57% of the respondents indicated it has considerate 
effect and none of the respondents indicated it has great effect on the retention of knowledge 
workers. Despite being ranked fourth many employees considerately agree that career 
development opportunities are vital in retention of knowledge workers. However, to many 
participant this factor is not of high concern than others. 
In relation to the career dilemma factor Majority of the respondent (67%) agreed that it had great 
effect to retention of knowledge workers in addition its mean of 4.4 ranks it as the factor that is 
the most influential among the other three factors studied in this research. On job specification 
factor more than half of the respondent (52%) agreed that it had great effect to retention of 
knowledge workers in addition its mean of 3.8 ranked it as the factor that is second influential 
among the other three factors studied in this research. Furthermore, payment policy had a 
proportion of slightly less than half of the respondent (40%) who agreed that it had considerate 
effect to retention of knowledge workers in addition its mean of 3.6 ranked it as the factor that is 
third influential among the other three factors studied in this research. Finally, the respondents 
ranked career development to be the least influential factor (mean of 3.1) that leads to labour 
turnover of knowledge workers and 57% of the respondents indicated it has considerate effect to 
retention of knowledge workers. This more than half of the respondents. 
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4.1.6 Job Specification and Retention of Knowledge  
Various aspects of job specification were used to formulate questions to measure it effects on the 
retention of knowledge workers, the responses of the employee are shown in table 4.7    
The first aspect of job specification (Q1) sought to find out whether appointment of employees is 
only to those who are fully qualified for the specific job, none of the respondent disagreed 
strongly,37% indicated they disagree, none of them indicated unsure, 40% agreed and 23% 
strongly agreed.  This indicated that some appointment was not on merit basis, this is out of 37% 
who disagreed that appointment of employees is only to those who are fully qualified for the 
specific job. Recruitment of fully qualified personnel to perform specific job is important in 
order to enhance quality, productivity of employees and minimise labour turnover. Although 
only a few disagreed, this organisation had a number employee without proper qualification 
especially on the part of teaching staff.   
The second aspect of job specification (Q2) sought to find out whether changes in job 
requirement causes involuntary labour turnover, 7% of the respondent disagreed strongly,13% 
indicated they disagree, 3% of them indicated unsure, 60% agreed and 17% strongly agreed. 
60% and 17% agreed and strongly agreed respectively, this represents 77% of the respondents. 
Lack of proper human resource planning and non-preparedness to possible future changes in job 
requirements can lead to labour turnover of employees. 
The third aspect of job specification (Q3) sought to find out whether the organisation has a 
policy for absorbing or redeploying redundant employees, 56% of the respondent disagreed 
strongly, 7% indicated they disagree, 7% of them indicated unsure, 16% agreed and 14% 
strongly agreed. More than half (56%) strongly disagreed that the organisation has a policy for 
absorbing or redeploying redundant employees. Lack of concern to employees’ job security may 
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lead to non-commitment to their job, disloyalty and may eventually affect retention of 
knowledge workers. 
 
Table 4.7: Job Specification  
 
 
 
 
 
 
 
 
 
 
 
 
 
The fourth aspect of job specification (Q4) sought to find out whether proactive training is done 
to ensure preparedness to imminent job requirement changes, 50% of the respondent disagreed 
strongly, 26% indicated they disagree, none of them indicated unsure, 17% agreed and 7 % 
strongly agreed. Half of the respondents (50%) disagreed strongly that proactive training is done 
to ensure preparedness to imminent job requirement changes. Proactive mechanism to prepare all 
employees for imminent job changes may help in eradicating involuntary labour turnover caused 
by redundancy. 
 
Items. No 
 
Responses 
 
S D 
 
D 
 
U 
 
A 
 
S A Mean 
Q1 Frequency 0 11 0 12 7 3.5 
% 0 37 0 40 23  
 
Q2 Frequency 2 4 1 18 5 4.1 
% 7 13 3 60 17  
 
Q3 Frequency 17 2 2 5 4 2.2 
% 56 7 7 16 14  
 
Q4 Frequency 15 8 0 5 2 2.0 
% 50 26 0 17 7  
 
Q5 Frequency 0 13 2 11 4 2.4 
% 0 43 7 37 13  
 
Q6 Frequency 0 0 2 12 16 4.5 
% 0 0 7 40 53  
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The fifth aspect of job specification (Q5) sought to find out whether recruitment is based on 
qualification, none of the respondent disagreed strongly, 43% indicated they disagree, 7% of 
them indicated unsure, 37% agreed and 13% strongly agreed. Quite a bigger proportion refute 
that recruitment is based on qualification. It important to have clear recruitment policy in order to 
motivate employees to advance their career as well as improve organisation productivity 
Finally, the sixth aspect of job specification (Q6) sought to find out whether labour turnover rate 
is increasing because of new job specifications, none of the respondent disagreed strongly, none 
indicated they disagree, 7% of them indicated unsure, 40% agreed and 53% strongly agreed. It 
had a mean of 4.5 which implies majority strongly agreed. Changes in job specification is highly 
attributed to high rate of lay off, labour turnover and over all workforce demotivation. Hence is 
important factor to consider in human resource planning and motivation in employees’ retention 
strategies.  
A number of appointments were not on merit basis; this is out of 37% who disagreed that 
appointment of employees is only to those who are fully qualified for the specific job. It is also 
supported by the mean of 3.5 which between unsure and agree. Majority (77%) of the 
respondents, 60% and 17% agreed and strongly agreed respectively that changes in job 
requirement causes involuntary labour turnover. Also is supported by the mean of 4.1 which 
between agreed and strongly agreed. More than half (56%) strongly disagreed that the 
organisation has a policy for absorbing or redeploying redundant employees. Also is supported 
by the mean of 2.2 which close to strongly disagree. Half of the respondents (50%) disagreed 
strongly that proactive training is done to ensure preparedness to imminent job requirement 
changes and is supported by the mean of 2.0 which is exact to strongly disagree. Quite a bigger 
proportion refute (strongly disagreed and disagreed ,43% and 7% respectively) that recruitment 
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is based on qualification. This is also supported by the mean of 2.4 which between disagreed and 
strongly disagreed. On the last aspect of job specification that established whether labour 
turnover rate is increasing because of new job specifications, majority agreed strongly (53%) and 
its mean of 4.5 is between agreed and strongly agreed 
4.1.7 Payment Policy and Retention of Knowledge  
Payment policy was measured using six questions on its effects on the retention of knowledge 
workers, the responses of the employee are shown in table 4.8  
The first statement on payment policy (Q1) sought to find out whether rewarding poorly causes 
employees voluntary labour turnover, none of the respondent disagreed strongly,10% indicated 
they disagree, 13% of them indicated unsure, 40% agreed and 37% strongly agreed. Majority 
(77%) agreed and strongly agreed that rewarding poorly causes employees voluntary labour 
turnover.  
The second statement on payment policy (Q2) sought to find out whether employees are actively 
looking for organisations with higher remuneration within and inter industry., 3% of the 
respondents disagreed strongly,17% indicated they disagree, 20% of them indicated unsure, 20% 
agreed and 40% strongly agreed. Quite a bigger proportion (40%) of the respondents strongly 
agreed.  
The third statement on payment policy (Q3) sought to find out whether non-financial rewards are 
also important in controlling labour turnover, none of the respondents disagreed strongly, none 
indicated they disagree, 20% of them indicated unsure, 37% agreed and 43% strongly agreed.  
Majority (80%) agreed and strongly agreed that non-financial rewards are also important in 
controlling labour turnover.  The fourth statement on payment policy (Q4) sought to find out 
whether employees prefer organisation with an incremental and a clear payment plan, none of 
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the respondent disagreed strongly, none indicated they disagree, 7% of them indicated unsure, 
40% agreed and 53% strongly agreed. The highest number of respondents accounting to 93% 
supports that employees prefer organisation with an incremental and a clear payment plan. 
 
   
Table 4.8: Payment Policy  
 
 
 
 
 
 
 
 
 
 
 
 
The fifth statement on payment policy (Q5) sought to find out whether the organisation 
frequently review its payment policy to keep abreast with industrial standards., 40% of the 
respondent disagreed strongly, 37% indicated they disagree, 13% of them indicated unsure, 10% 
agreed and none agreed strongly. Hence majority (77%) disagreed and strongly disagreed that the 
organisation frequently review its payment policy to keep abreast with industrial standards.  
 
Items. No 
 
Responses 
 
S D 
 
D 
 
U 
 
A 
 
S A Mean 
Q1 Frequency 0 3 4 12 11 4.0 
% 0 10 13 40 37  
 
Q2 Frequency 1 5 6 6 12 3.8 
% 3 17 20 20 40  
 
Q3 Frequency 0 0 6 11 13 4.2 
% 0 0 20 37 43  
 
Q4 Frequency 0 0 2 12 16 4.5 
% 0 0 7 40 53  
 
Q5 Frequency 12 11 4 3 0 1.9 
% 40 37 13 10 0  
 
Q6 Frequency 7 5 10 8 0 2.6 
% 23 17 33 27 0  
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Finally, the sixth statement on payment policy (Q6) sought to find out whether payment of each 
employees is based on merit., 23% of the respondent disagreed strongly, 17% indicated they 
disagree, 33% of them indicated unsure, 27% agreed and none agreed strongly. Quite a bigger 
proportion (33%) were unsure or unware of whether payment of each employees is based on 
merit.  
 
Majority (77%) agreed and strongly agreed that rewarding poorly causes employees voluntary 
labour turnover. Its mean of 4.0 is exactly on strongly agreed scale. Quite a bigger proportion 
(40%) of the respondents strongly agreed that employees are actively looking for organisations 
with higher remuneration within and inter industry. However, the mean of 3.8 which between 
unsure and agreed, it is as a result of respondent divergent views. Majority (80%) agreed and 
strongly agreed (37% and 43%) respectively that non-financial rewards are also important in 
controlling labour turnover. In addition, the mean of 4.2 is between agreed and strongly agreed. 
The highest number of respondents accounting to 93% (40% agreed and 53% strongly agreed) 
supports that employees prefer organisation with an incremental and a clear payment plan. In 
addition, the mean of 4.5 is between agreed and strongly agreed. Majority (77%) (disagreed and 
strongly disagreed (37% and 40%) respectively) that the organisation frequently review its 
payment policy to keep abreast with industrial standards.,. In addition, the mean of 1.9 is 
between disagreed and strongly disagreed. Finally, quite a bigger proportion (33%) were unsure 
or unware of whether payment of each employees is based on merit. In addition, the mean of 2.6 
is between disagreed and unsure. 
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4.1.8 Career Development and Retention of Knowledge  
Diverse aspects of career development were used to formulate statements to measure its effects 
on the retention of knowledge workers, the responses of the employee are shown in table 4.9.  
The first aspect of career development (Q1) sought to find out whether employees are invariably 
seeking for organisations that have opportunities for career growth, 7% of the respondent 
disagreed strongly,10% indicated they disagree, none of them indicated unsure, 27% agreed and 
57% strongly agreed, thus majority believed that employees are invariably seeking for 
organisations that have opportunities for career growth.  
The second aspect of career development (Q2) sought to find out whether promotion of the 
employees is a routine embraced in the organisation., 40% of the respondent disagreed 
strongly,37% indicated they disagree, 20% of them indicated unsure, 3% agreed and none agreed 
strongly. The mean of 1.9 which between strongly disagree and disagree, is an indication of 
majority refuting that statement.  
The third aspect of career development (Q3) sought to find out whether organisation has 
adequate promotion opportunities, 37% of the respondent disagreed strongly, 33% indicated they 
disagree, 20% of them indicated unsure, 10% agreed and none agreed strongly. Majority 
disagreed that organisation has adequate promotion opportunities. 
The fourth aspect of career development (Q4) sought to find out whether organisation has career 
development programs like on and off job training, 33% of the respondent disagreed strongly, 
67% indicated they disagree, none of them indicated unsure, none agreed and none strongly 
agreed. All the respondents agreed that organisation don’t have career development programs 
like on and off job training. 
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The fifth aspect of career development (Q5) sought to find out whether Higher level management 
are supportive in career development, none of the respondent disagreed strongly, 23% indicated 
they disagree, 67% of them indicated unsure, 13% agreed and none strongly agreed. Thus 
management support is not vividly seen to them. 
 
Table 4.9: Career Development  
 
         
 
 
 
 
 
 
 
 
 
 
 
Finally, the sixth aspect of career development (Q6) sought to find out whether career 
development opportunities attracts and retains knowledge workers, none of the respondent 
disagreed strongly, none indicated they disagree, none of them indicated unsure, 40% agreed and 
60% strongly agreed. All respondents agreed that career development opportunities attract and 
retains knowledge workers 
 
Items. No 
 
Responses 
 
S D 
 
D 
 
U 
 
A 
 
S A Mean 
Q1 Frequency 2 3 0 8 17 4.2 
% 7 10 0 27 57  
 
Q2 Frequency 12 11 6 1 0 1.9 
% 40 37 20 3 0  
 
Q3 Frequency 11 10 6 3 0 2.0 
% 37 33 20 10 0  
 
Q4 Frequency 10 20 0 0 0 1.7 
% 33 67 0 0 0  
 
Q5 Frequency 0 7 19 4 0 2.9 
% 0 23 63 13 0  
 
Q6 Frequency 0 0 0 12 18 4.6 
% 0 0 0 40 60  
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Majority (84%) agreed and strongly agreed (27% and 57%) that employees are invariably 
seeking for organisations that have opportunities for career growth. its mean of 4.2 is between 
agreed and strongly agreed. Quite a bigger proportion (40%) of the respondents strongly 
disagreed that promotion of the employees is a routine embraced in the organisation. The mean 
of 1.9 which between strongly disagree and disagree, is an indication of majority refuting that 
statement. Majority (70%) disagreed and strongly disagreed (33% and 37%) respectively that 
organisation has adequate promotion opportunities. In addition, the mean of 2.0 is exactly on 
disagree. All the respondents agreed that organisation don’t have career development programs 
like on and off job training. In addition, the mean of 1.7 is between disagree and strongly 
disagree. Majority (63%) were not sure that higher level management are supportive in career 
development.,. In addition, the mean of 2.9 is between disagreed and unsure. Thus management 
support is not vividly seen to them. Finally, all (100%) agreed career development opportunities 
attracts and retains knowledge workers. In addition, the mean of 4.6 is between strongly agree 
and agree. 
4.1.9 Career dilemma and Retention of Knowledge  
Different issues on career dilemma were used to formulate questions to measure it effects on the 
retention of knowledge workers, the responses of the employee are shown in table 4.10.  
The first issue on career dilemma (Q1) sought to find out that a good number of employees don’t 
consider their career choice first because of few employment opportunities, none of the 
respondent disagreed strongly, none indicated they disagree, 20% of them indicated unsure, 37% 
agreed and 43% strongly agreed. Majority believe that a good number of employees don’t 
consider their career choice first because of few employment opportunities. 
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The second issue on career dilemma (Q2) sought to find out whether proper identification of own 
career of choice came after they started working, none of the respondent disagreed strongly, 8% 
indicated they disagree, 37% of them indicated unsure, 57% agreed and 17% strongly agreed. 
More than half (57%) of the respondents agreed that proper identification of own career of 
choice came after they started working. 
The third issue on career dilemma (Q3) sought to find out whether social class has greatly 
influenced my career of choice, 13% of the respondent disagreed strongly, 7% indicated they 
disagree, none of them indicated unsure, 40% agreed and 40% strongly agreed.  Majority agreed 
that social class had greatly influenced their career of choice.  
The fourth issue on career dilemma (Q4) sought to find out whether family influenced their 
career of choice, none of the respondent disagreed strongly, 40% indicated they disagree, 3% of 
them indicated unsure, 57% agreed and none strongly agreed. Relatively big proportion (57%) of 
respondents agreed that family influenced their career of choice.   
The fifth issue on career dilemma (Q5) sought to find out whether they would change their career 
if given an opportunity, 10% of the respondent disagreed strongly, 23% indicated they disagree, 
none of them indicated unsure, 27% agreed and 40% strongly agreed. Majority indicated that 
they would change their career if given an opportunity.  
The sixth issue on career dilemma (Q6) sought to find out whether search for fulfilling career 
causes voluntary labour turnover, none of the respondent disagreed strongly, none indicated they 
disagree, 13% of them indicated unsure, 37% agreed and 50% strongly agreed. This implies 
majority are in search of fulfilling career.  
Finally, the seventh issue on career dilemma (Q7) sought to find out whether there is career 
guidance and counselling program in the organisation, 57 of the respondent disagreed strongly, 
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43% indicated they disagree, none of them indicated unsure, none agreed and none strongly 
agreed. All of them refuted that there is career guidance and counselling program in the 
organisation. 
 
 
Table 4.10: Career Dilemma  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Majority (80%) agreed and strongly agreed (37% and 43%) that a good number of employees 
don’t consider their career choice first because of few employment opportunities. its mean of 4.2 
is between agreed and strongly agreed. More than half (57%) of the respondents agreed that 
proper identification of own career of choice came after they started working. However, the 
 
Items. No 
 
Responses 
 
S D 
 
D 
 
U 
 
A 
 
S A Mean 
Q1 Frequency 0 0 6 11 13 4.2 
% 0 0 20 37 43  
 
Q2 Frequency 0 2 11 17 0 3.5 
% 0 8 37 57 0  
 
Q3 Frequency 4 2 0 12 12 4.7 
% 13 7 0 40 40  
 
Q4 Frequency 0 12 1 17 0 3.2 
% 0 40 3 57 0  
 
Q5 Frequency 3 7 0 8 12 4.3 
% 10 23 0 27 40  
 
Q6 Frequency 0 0 4 11 15 4.4 
% 
 
0 0 13 37 50 
 
Q7 Frequency 17 13 0 0 0 1.4 
% 57 43 0 0 0  
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mean of 3.5 which between unsure and agreed, it is as a result of respondent divergent views. 
Majority (80%) agreed and strongly agreed (40% and 40%) respectively that social class has 
greatly influenced my career of choice. In addition, the mean of 4.7 is between agreed and 
strongly agreed. Thus social status is also vital in shaping one career. The relatively big 
proportion (57%) of respondents agreed that family influenced their career of choice. In addition, 
the mean of 3.2 is between agreed and unsure is an indication of others individuals may have 
greatly influenced. Majority (67%) (agreed and strongly agreed (27% and 40%) respectively) 
that they would change their career if given an opportunity. In addition, the mean of 4.3 is 
between agree and strongly agree. More than half (50%) of the respondent strongly agreed that 
search for fulfilling career causes voluntary labour turnover. In addition, the mean of 4.4 is 
between agree and strongly agree. This implies majority are in search of fulfilling career. All of 
them disagreed and strongly disagreed (57% and 43%) respectively that there is career guidance 
and counselling program in the organisation. In addition, the mean of 1.4 is between disagreed 
and strongly disagreed. 
4.2 Limitations of the study 
This study encountered some challenges, the first was on the non-response, the main reason for 
non-response is because the some of the staff were absent due to personal varied reasons 
including sickness. In addition, some of the respondents were un willing to fill certain part due to 
the fear of victimisation especially if the issue touched on the management practices, 
management policy, personal capacity and qualification. This was lead to a good number 
responding by indicating neural answers on those issues. Finally, is unlimited time and man 
power for conducting the research, this forced the researcher to collect data for more than 
planned period to beat the deadline of having completed academic research on time.  
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4.3 Chapter summary  
This chapter of the research project have depicted analysis of the findings using tables, 
percentages and means. Secondly it also has presented the findings using figures and tables. 
Finally, the major findings have been discussed and key limitations of the study.  
 
  
CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction 
This chapter of the project depicts the summary of findings, recommendations and conclusions 
5.1 Summary of Findings 
First the findings on the job specification changes revealed that a number of appointments were 
not on merit basis in addition this was affirmed by most of the respondents who indicated that 
recruitment was not based on qualification. The study findings also revealed that involuntary 
labour turnover was caused by changes in job requirements. The findings indicated that there 
was no policy for absorbing or redeploying redundant employees at the organisation. This was 
worsened by lack of proactive training to ensure preparedness for imminent job requirement 
changes. Finally, the study revealed that labour turnover rate was increasing because of new job 
specifications. These findings are in agreement with the findings of Kimani (2011) who found 
that job specification changes caused non retention of knowledge workers. 
 
The findings on the payments policy revealed that rewarding employees poorly contributed to 
voluntary labour turnover, as a result most of the employees were actively looking for 
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organisations with higher remuneration within the industry and inter industry. Nevertheless, this 
study revealed that non-financial rewards are also important in controlling labour turnover 
however many employees preferred an organisation with an incremental and a clear payment 
plan this is because it was found that employees weren’t sure whether payment of each 
employees is based on merit. Finally, it was also revealed that the institute rarely reviews its 
payment policy to keep abreast with industrial standards. These findings are in agreement with 
the findings of Kibe (2014) who found that a good payment policy caused  retention of 
knowledge workers 
 
On career development the study revealed that employees were invariably seeking for 
organisations that have opportunities for career growth. This was because promotion of the 
employees was not fully embraced by management in the organisation majority of the employees 
indicated that management support to career development was not vividly seen to them. this was 
coupled by the lack of adequate promotion opportunities. The findings also revealed that having 
adequate career development opportunities it would attract and retains knowledge workers. 
Finally, the institution lacked career development programs like on and off job training coupled 
with the lack of higher level management support in career development. These findings are in 
agreement with the findings of Zhang (2011) who found that lack of career development 
opportunities caused labour turnover of knowledge workers. 
 
The revelation on career choice dilemma indicated that most of the employees do not consider 
their career choice first because there were very few employment opportunities. Instead proper 
identification of own career of choice came after they started working. In addition, the study 
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revealed that social class had influenced greatly their employees career of choice, thus social 
status was vital in shaping one career. At the same time many asserted that they would change 
their career if given a better opportunity.  Finally, it was revealed that voluntary labour turnover 
was as a result of search for fulfilling career this was catalyzed by lack of effective career 
guidance and counselling program in the organisation. These findings are in agreement with the 
findings of Mwangi (2012) who found that many of knowledge workers discovered their career  
of choice later  when working which increased their search for a fulfilling career. 
5.2 Conclusion 
This research investigated effect of job specification changes, payment policy, career 
development and career choice dilemma on the retention of knowledge workers. The research 
target population was all teaching and non-teaching staff of ACK Ethi youth polytechnic. The 
study concluded that changes in job specification can lead to involuntary labour especially in 
proactive measure to enhance employees’ capacity are not done.  On the payment policy the 
study concluded that it was fundamental in retention of knowledge workers.  Furthermore, the 
study concluded that availability and search for career development can lead to retention and 
voluntary labour turnover respectively. Finally, on career choice dilemma the study concluded 
that was also attributed to non-retention of knowledge workers if poorly managed. 
5.3 Recommendations 
The management should formulate proper recruitment policy that allows hiring of fully qualified 
personnel for each specific position in addition, human resource department should assist in 
drafting manual that clearly stipulates job specifications for teaching and non-teaching staffs. In 
order to facilitate attract qualified personnel with degree and masters the payment policy should 
be enhanced such that it can be as competitive with other within the industry and inter industry. 
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For the staff who are still serving the institution should be encouraged to further their education 
qualification by offering incentives and financial support. However, this should be done when 
the terms of employment are improved or attractive so as to curb labour turnover of staff who 
successfully furthers their education. 
Organisation should provide for career guidance and counselling events tot teaching staff, non-
teaching staff as well as to the students.  In particular, to the employees the organisation should 
endeavour to broaden its size and activities, this will work along way in providing for career 
development opportunities in addition this will make promotion of employees very easy. 
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APPENDICES 
Letter of Introduction 
Martin Mugi 
P.O. Box 1326-104000 
Nanyuki, Kenya. 
   
Dear Sir/ Madam 
REF: An Academic Case Study. 
My name is Martin Mugi an undergraduate student pursuing bachelor of management and 
leadership at Management University of Africa. It is a prerequisite that an academic research 
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must be conducted to partially complete this degree. With great pleasure that l chose your 
organisation as my case in pursuit of my research. 
The research is investigating factors affecting retention of knowledge workers in non-
government organizations. Kindly fill in or mark the space provided on the questionnaire 
attached, read carefully before answering the questions. Note all responses will be treated with 
utmost confidentiality and good faith. Thanks in advance 
Yours sincerely 
Sign………… 
Martin Mugi 
 
 
 
 
 
 
Questionnaire 
Instructions 
 Read carefully questions provided  
 Fill in the spaces provided by ticking    
 Where more information is need kindly be concise 
SECTION A 
GENERAL INFORMATION 
1. Which is your gender? 
Male.                       [   ] 
            Female.                    [   ] 
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2. Please indicate your marital status. 
Married.                   [   ].   Separated.             [   ] 
Single.                      [   ] 
3. Which group of worker force do you belong to? 
Teaching.                       [   ] 
            Non-teaching.                [   ] 
4. For how long have you worked for ETHI youth polytechnic? 
Less than 1 year.    [   ].         5 to 10 years.    [   ].       
1 to 5 years.            [   ].         Over 10 years.  [   ]. 
5. Kindly indicate your highest level of training 
Certificate in teaching.         [   ].        First degree in teaching.             [.  ].       
Diploma in teaching.            [.  ]         Master degree in teaching.         [   ]. 
Certificate in others areas.    [   ].        First degree in other areas.         [   ]       
Diploma in others areas.       [   ].        Master degree in other areas.     [   ]. 
  
Kindly provide its name…………………………………………….... 
………………………………………………………………………...   
  
 
 
6. According to the scale provided, kindly indicate to what extent the following factor 
affects retention of knowledge workers. NB 1- No Effect, 2- Least Effect, 3-Unsure, 4-  
Considerate Effect, 5- Great Effect. 
No  KWs Retention Factors 1 2 3 4 5 
1 Job Specification      
2 Payment Policy      
3 Career Development      
4 Career Dilemma      
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SECTION B 
JOB SPECIFICATION 
7. Job specification is measured by the scale provided, kindly indicate to what extent the job 
specification measures are in agreement to retention of knowledge workers. NB 1- 
strongly disagree, 2- disagree, 3-unsure, 4-agree, 5- strongly agree 
No  Job Specification and Retention 
KWs 
1 2 3 4 5 
1 Appointment is only to those who are 
fully qualified for the specific job 
     
2 Changes in job requirement causes 
involuntary labour turnover 
     
3 Organisation has a policy of absorbing 
of redeploying redundant employees 
     
4 Proactive training is done to ensure 
preparedness to imminent job 
requirement changes 
     
5 Recruitment is based on qualification      
6 Labour turnover rate is increasing 
because new job specifications 
     
 
SECTION C 
PAYMENT POLICY 
8. Payment policy is measured by the scale provided, kindly indicate to what extent the 
payment policy measures are in agreement to retention of knowledge workers. NB 1- 
strongly disagree, 2- disagree, 3-unsure, 4-agree, 5- strongly agree 
No  Payment Policy and Retention KWs 1 2 3 4 5 
1 Rewarding poorly causes employees 
voluntary labour turnover 
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2 Employees are actively looking for 
organisations with higher 
remuneration within and inter 
industry. 
     
3 Non-financial rewards are also 
important in controlling labour 
turnover 
     
4 Employees prefer organisation with  
an incremental and a clear payment 
plan 
     
5 The organisation frequently review its 
payment policy to keep abreast with 
industrial standards. 
     
6 Payment of each employees is based 
on merit. 
     
 
SECTION D 
CAREER DEVELOPMENT 
9. Career development is measured by the scale provided, kindly indicate to what extent the 
career development measures are in agreement to retention of knowledge workers. NB 1- 
strongly disagree, 2- disagree, 3-unsure, 4-agree, 5- strongly agree 
No  Career Development and Retention 
KWs 
1 2 3 4 5 
1 Employees are invariably seeking for 
organisations that have opportunities 
for career growth. 
     
2 Promotion of the employees is a 
routine embraced in the organisation. 
     
3 Organisation has adequate promotion 
opportunities 
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4 Organisation has career development 
programs like on and off job training 
     
5 Higher level management are 
supportive in career development.  
     
6 Career development opportunities 
attracts and retains knowledge workers 
     
 
SECTION E 
CAREER DILEMMA 
10. Career dilemma is measured by the scale provided, kindly indicate to what extent the 
career dilemma measures are in agreement to retention of knowledge workers. NB 1- 
strongly disagree, 2- disagree, 3-unsure, 4-agree, 5- strongly agree 
No  Career Dilemma and Retention 
KWs 
1 2 3 4 5 
1 A good number of employees do not 
consider their career choice first 
because of few employment 
opportunities 
     
2 Proper identification of my career of 
choice came after l started working 
     
3 Social class has greatly influenced my 
career of choice 
     
4 Family influenced my career of choice      
5 I would change my career if I get 
opportunity.  
     
6 Search for fulfilling career causes 
voluntary labour turnover 
     
7 There is career guidance and 
counselling program in the 
organisation 
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11. What are your views in relation to the aspects covered in this research? 
………………………………………………………………………………………. 
………………………………………………………………………………………. 
………………………………………………………………………………………. 
………………………………………………………………………………………. 
………………………………………………………………………………………. 
THE END  
 
 
 
 
 
 
 
 
 
 
